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Abstract 
In the United States, the employment screening process for hiring full-time faculty in higher 
education involves the vetting of curricula vitae, phone interview(s), and/or campus visits 
(Cardeiro, 2010; Shively, Woodward, & Stanly, 1999). The purpose of this research was to 
examine the phone interview procedure at one institute of higher education, and from there, 
formulate a systematic phone interviewing procedure that could be put to use at this particular 
university.  
After conducting a review of relevant literature, the researchers engaged in action research 
that utilized qualitative data of 10 participants who took part in the pre-interview, 
professional development intervention, and the post-interviews for this research project. The 
action research protocol involved identifying the problem to bring about a positive 
organizational change, selecting the needed change, implementing the proposed change, and 
evaluating the results of the change. Upon completion of which, three emerging themes from 
the collected data were determined: a) phone interview procedure and structure, b) 
assessment and screening procedures, c) organizational fit.  
This research proves to be significant because it expands the current knowledge on the topic 
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of conducting employment phone interviews in higher education for tenure track faculty. 
How higher educational institution conduct faculty screening is often considered a trade 
secrets, resulting in other institutions unwillingness to provide information on how they 
conducting faculty screening (Trower, 2012).  By sharing this protocol with the field, places 
of higher learning can begin to assess and measure their own hiring procedures, and correct 
practices that may be flawed, inequitable, or possibly illegal. 
Keywords: Employment interview, Phone screening, Higher education, Faculty, Action 
research 
 
1. Introduction to the Problem  
The employment interview process is the most widely used procedures used in the 
employment screening process today (Macan, 2009; Pettersen & Durivage, 2008). The fields 
of psychology and sociology explored in depth the many aspects that surround the 
employment interviewing process (Bye, Sandal, van, Sam, Cakar, Franke, 2011; Dalgin, 
Bellini, 2008; Huffcutt, A. I., Culbertson, & Weyhrauch, 2013; Tran & Blackman, 2006). The 
employment screening process can be a highly structured process or it can range to an 
unstructured process; were the interview process has no established questions or format that 
the interviewer performs while screening the candidate. The unstructured interview is often 
the most widely used procedure when organizations decide the process they will use in 
screening candidates for an open position (Rudin & Gover, 2007). The employment interview 
format and degree of structure can have a positive or negative impact on the selection process 
and the organization. 
In the field of higher education in the United States, the employment screening process for 
hiring faculty involves the screening of curricula vitae, phone interview, and campus visits 
for a in person interview, or a combination of these methods (Cardeiro, 2010; Shively, 
Woodward, & Stanly, 1999). Depending on the academic position, the resume screening may 
involve 70-100 resumes with the goal of narrowing down the pool of candidates to 10-15 
candidates to offer phone interviews. The final step in the screening process may be the 
offering three candidates the opportunity to travel to the academic campus for a personal 
interview (Close, Moulard, & Monroe, 2011). Ryan, Sacco, McFarland, and Kriska (2000) 
and Smither, Reilly, Millsap, Pearlman, and Stoffey (1993) suggested that candidates may 
self-select out of the interview process, if the candidate has a negative feeling from the 
interview process before being offered the position.   
A number of items can negatively influence the employment interview procedure; steps need 
to be taken to minimize or eliminate these areas. The first step is open, honest and respectful 
communicate the potential areas that may have a negative impact on the employment 
interview process with the various stakeholders involved in the screening process; involving 
the human resource management department, the hiring manager for the department, labor 
union representatives, faculty senate, and other stakeholders in discussions to minimize or 
eliminate the factors (Deal & Peterson, 2009). The goal should be to promote and support a 
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transparent screening process.  
Public and private agencies performing employment screening are required to follow the laws 
and regulations (Russo, 2009). Alder and Gilbert (2006) reported, “Adherence to legal 
requirements alone is not sufficient to guarantee ethical hiring” (p.450). In today’s turbulent 
economic market and legal challenges, demands for transparency is a central issue with the 
employment screening procedure; the depth of research involving the employment 
interviewing process, agencies are held accountable for the employment screening procedures 
they adopt and the quality of the employee hired. The findings provided by this study will 
benefit those who are charged with the faculty employment phone screening procedures in 
higher education. In an effort to protect the sensitive information and techniques surrounding 
the hiring procedure at the research site, the institution will not be identified in this report; the 
institution will be referred to as the “research site” through this report.  
1.1 Statement of the Problem 
The problem addressed in this research is that the field site is lacking a clear and systematic 
process for conducting faculty employment phone interview screening procedures. The phone 
interview process is often conducted after the initial review of curricula vitae’s at the research 
site. The research site is at the beginning stage of a multi-year hiring process due to two early 
retirement programs offered to senior faculty members and the increase in student enrollment.  
The goal of this action research project is to create a systematic procedure for conducting 
employment phone interviews and to implement a professional development intervention. 
The goal of the professional development intervention is to improve the procedure and 
performance of the faculty members conducting the phone interview screening process 
during a faculty search.               
1.2   Interview Structure  
The definition of structured employment interviews has a wide range of acceptance in 
academic literature. For the purpose of this paper, we define a structured employment 
interview as an established procedure used on each employment candidate, with each 
candidate being asked the same questions in the same format (Chapman, & Zweig 2005; 
Dipboye, Wooten, & Halverson 2004).  
Importantly, employment interviews are often conducted in an unstructured format; were the 
interview does not follow any standard process or standard questions of the candidate (Rudin 
& Gover, 2007). In the field of human resource management, it is widely held that the 
employment interview procedure is considered valid when the interview questions asked of 
candidates are the same for each interview; the assessing and scoring of individual candidates 
are based on job related questions for each interview conducted (Huffcutt, Culbertson, & 
Weyhrauch 2013; Klehe, König, Richter, Kleinmann, & Melchers, 2008).  
The structured interview process will determine what questions will be asked of each 
candidate and each question will also have a prompting question as a means to gain 
clarification on the candidates original response to the question or if the candidate does not 
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fully understand the question being asked. The structured interview questions will also have a 
scoring scale that the interviewer can use to assign a score of the answer provided. Going 
further, the structured format allows for each candidate to be asked the same set of questions 
and the same rating scale to ensure a level of consistency, same time limits for each interview, 
and same interviewer asking the questions of all candidates (Conway, Jako, & Goodman, 
1995; Levashina & Campion, 2007). Therefore, to reduce employment screening errors, it is 
recommended that a structured employment interview be conducted.   
1.3   Interview Training 
The phone screening procedure is frequently used in higher education during the employment 
screening process. Academic literature emphasizes the need for formal telephone 
interviewing training; however most telephone interviewers receive little to no formal 
training on how to conduct phone interviews (Camp, Schulz, Vielhaber & Wagner-March, 
2011; Campion Palmer, & Campion, 1997; Dipboye, 1992; Palmer, Campion, & Green, 
1999). Stevens (1998) reported, “Firms may influence interview processes and outcomes 
through their screening-recruiting priorities and interview training program” (p.84). Given the 
importance that the phone interview process holds in the employment screening process for 
faculty, the literature supports the idea of conducting phone interview training before 
conducting the interviews. This research focused on the creation of a systematic 
phone-screening procedure for hiring faculty in high education.           
1.3.1   Background and Context 
The research site does not have any formal written procedure for conducting phone 
interviews for tenure-track faculty. Each faculty search committee determines what procedure 
they will use for conducting the search. Each employment search results in different 
procedures being used by the search committee. Each individual school at the research site is 
responsible for creating and conducting their own employee screening process, without any 
consultation with the human resource management department. The practice of not involving 
the institution human resource management department goes against current research in the 
field of human resource management (Casper, Wayne, & Manegold, 2013; Sinha & Thafy, 
2013). The employment search committee members rely on former search committee 
members providing the background on prior faculty searches. 
1.4  Assumptions and Limitations 
Krathwohl and Smith (2005) suggest that “Assumptions underlie all studies” (p.139). This 
research includes several assumptions. The first assumption, the researcher assumes that the 
research participants will provide truthful responses during the interviews and the 
professional development intervention. The second assumption, the professional development 
intervention session will provide the participants with new insight as to how employment 
phone interviews have been performed in the past and suggested areas of improvement; 
leading to a positive change in how future phone interviews will be conducted at the research 
site. The third assumption is that the selected instrument will adequately capture the research 
participants’ options, perceptions and beliefs.   
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One limitation with this research study was including outside higher educational institution in 
the project. The procedure used to screen tenure track faculty in higher education is often 
characterized by secrecy and the lack of a clear procedure makes conducting this type of 
research difficult (Trower, 2012; Roach, 2015). The limitation will be minimized by the 
creation of a clear set of goals and remaining focused on those goals. The intent of this action 
research study will be to focus on the individual research site and not seek data from other 
higher educational institution.  
A second limitation identified is that the results from this research may not be generalized to 
all higher educational institutions that conduct phone interviews as part of the employment 
screening process. It is noted that this research is based on a small sample size at a single 
private faith based higher educational institution. This action research project could be 
expanded throughout the other schools within the institution, allowing for a larger sample 
size. 
The third limitation to this action research project is that the participants at the institution are 
volunteer participants in all three requirements for the project (pre-interview, professional 
development intervention, and post-interview). Each search committee conducting future 
employment phone interviews will be allowed to accept or reject any of the recommendations 
of this research in conducting future searches. The tenure track faculty hiring is a primacy 
issue for the faculty at the research site, the human resource management department is not 
part of the screening procedure and the administration has a very narrow scope of 
involvement at the campus visit stage of the screening procedure.    
2.   Literature Review 
The literature review represents a thorough review of empirical literature on the topic of 
employment screening procedures and the theoretical framework in support of the action 
research study. The literature review began with the extensive review of employment 
interviewing and narrowed the focus on the phone interview screening procedures, exploring 
the types of questions often used during the phone interview screening process, and the types 
of training conducted before performing employment phone screening procedures.   
The review of literature is organized into 10 functional sections: (a) general interviewing 
process, (b) employment phone interview, (c) employment structure and unstructured 
interview, (d) interview questions, (e) interviewer training, (f) legal issue, (g) interviewer bias, 
(h) types of interview questions (behavioral, situational, knowledge), (i) organizational fit, 
and (j) interviewer note taking. A comprehensive reviewed of the 10 sections of empirical 
literature revealed three main areas that this action research will focus on are (a) nonverbal 
cues pertaining to the employment interview, (b) types of interview questions used in an 
employment interview screening process, (c) the need for professional development training 
for individuals performing employment screening interviews (Antonellis, 2015).  
For the past 100 years, the employment interviewing process has been considered largely a 
static procure used during the employment selection process (Dipboye, 1997; Huffcutt, 2011; 
Wagner, 1949). Since the early 1900’s, researchers have struggled with identifying one best 
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approach for every type of employment interview (Gomes & Neves, 2011; Van Der Vorm, 
2001). Selecting and hiring the best candidate for the position will allow the organization to 
achieve or exceed its organizational goals; hiring the wrong person for the position may result 
in a negative impact for the organization and require a protracted personnel claim (Chen, Tsai, 
& Hu, 2008). The complexity of the hiring procedure is dependent on multiple factors; type 
of job, organization, skill, abilities, talent management system.  Batt and Colvin (2011); 
Hunter, Cushenbery, and Friedrich, (2012) suggested that the hiring procedure can range from 
a basic employment interview and immediate job offer to a more complex procedure lasting 
several months. Huffcutt (2011) believed that the interviewers who understood the 
complexities of the employment interviewing process resulted in the best position to predict 
how a candidate might perform in the future.  
In the field of higher education, the hiring procedure for faculty can take place twelve to six 
months prior to the actual start date, depending on the faculty position and the institution. 
Reviewing of resumes remains the first step in the selection process, for narrowing down the 
field of candidates to a small group of candidates. Candidates are often invited to participate 
in a phone interview to further narrow down the pool of candidates to invite three to four 
candidates to campus for an in-person interview (Huffcutt, van Iddekinge, & Roth, 2011). 
The goal for each step of the candidate screening process is to review and identifying the best 
candidates to advance to the next step in the screening process.  Each step will narrow down 
the pool of candidates, with the final step being an offer of employment.  
2.1 Theoretical Framework 
Espoused versus theory was used in this action research project in relation to identification of 
the problem(s), implementing changes, and assessing the results of the change to determine if 
successful as it pertains to the phone interviewing procedures at the research site. Anderson, 
Herr, and Nihlen (1994) suggested that individuals within an organization may use a 
defensive route, referred to as Model I behavior to resist changes.  Model I behavior can be 
observed in organizational settings were members tell others what they want to hear in an 
effort to safeguard their own self-serving actions. Argyris (1993) asserted that action research 
is utilized to transfer individuals within the organization from a Model I behavior style to a 
Model II behavior style. Model II style of behavior supports and inspires individuals to 
interact, engage, collaborate, and to analyze the problem(s), allowing the individuals a voice 
in the change resulting in a positive change environment within the organization.       
3.   Methodology 
The research methodology selected for this research is action research and will utilize 
qualitative data. The action research protocol involves identifying the problem to bring about 
a positive organizational change, selecting the needed change, implementing the proposed 
change, and evaluating the results of the change. The objective of the action research is to 
determine the extent of the change utilizing Model II behavior (Argyris & Schön, 1996). 
Model II behaviors promotes and allows for all of the stakeholders to have an voice in the 
process of identifying the problem, suggesting possible changes, and provides open, honest 
and respectful insight on the results of the changes to determine if the intended results have 
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been achieved. 
3.1 Research Question 
 The research study aim was to identify and address the need for a systematic phone 
interview screening procedure for faculty search committee members in higher education. 
The following two questions guided the study: 
1. How will a professional development intervention create a systematic employment 
phone screening procedure for hiring tenure track faculty at the research site? 
2. What are the policies, procedures, or guidelines needed to improve the employment 
phone screening procedure for hiring tenure track faculty at the research site? 
The aim of research Question 1 is to identify how a professional development intervention 
will develop a systematic employment phone screening procedure for hiring tenure track 
faculty at the research site (Camp et al., 2011; Campion et al., 1997; Dipboye, 1992). The 
first step was to review the current literature on the subject of interviewing and interview 
procedures in higher education. At the completion of the literature review, the data collection 
processes began with the collection process from internal stakeholders at the research site 
who had prior experience conducting phone interviews at the research site to provide insight 
into the problem with the current procedure. The next step was to review documents provided 
by the research site pertaining to the phone interview procedure for tenure track faculty. 
Following the data analysis from the literature review, stakeholders interviews, and document 
reviews a professional development intervention was created including a recommendations 
for hiring tenure track faculty document containing pre-interview steps, interview steps, and 
post-interview steps. The document also contained phone interview questions perversely used 
by search committees at the research site along with follow up questions to allow further 
exploration of the area.  The second bank of questions developed were questions 
recommended for future phone interviews and follow questions.   
Research Question 2 is to measure the policies, procedures and guidelines used previously in 
tenure track phone interviews for tenure track faculty at the research site. The data collected 
and analyzed from this question will aid in the development of the creation of a systematic 
employment phone screening procedure for hiring tenure track faculty for the research site. 
Highouse (2008) suggests that employment screening committees have many options 
available to aid them during the screening process, however most will resist the use of a 
standardizes procedure for screening of candidates. The intent of Question 2 is to gain insight 
into the current screening procedure utilized at the research site and to help facilitate the 
creation of a systematic phone screening procedure that can be used by all tenure track 
faculty employment screenings (Huffcutt, 2010).    
3.2 Research Design 
This research project is designed to collect and analyze the data from the research participants 
that would aid in the creation of a systematic phone interviewing screening procedure for 
hiring tenure track faculty at the research site. In addition, the data will aid in the creation of a 
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professional development intervention for the research participants at the research site.  The 
research design requires three separate data collections activities that the research participants 
must attend to take part in this research project. The three data collection activities are: 
1. Pre-interview data collection consisted of current and former faculty search 
committee members who were currently employed at the research site. The data 
provided insight into the behaviors and attitudes of the participants towards the 
current employment screening procedure used during the phone interview process. 
The key element was selecting research participants who had prior experience in 
performing employment screening procedures at the research site to ensure that data 
could be collected as to the current procedure, historical perspectives, and to collect 
participant’s recommendations on areas to improve.  
2. Post-interview collected data from research participants after the professional 
development intervention session.  The aim was to collect data to help determine the 
effectiveness of the professional development intervention for faculty search 
committee members’ behaviors and attitudes towards the phone interview process.    
3. Observations will be recorded in writing during the professional development 
intervention session of the research participants to provide insight as to the research 
participants’ beliefs and what changes could be made to improve the current 
procedure. The written documentation included brief statements, beliefs, and attitudes 
observed by the search participants. Each research participant received an electronic 
copy of the Faculty Recommendations for Phone Interviews document, the document 
was developed in response to the data provided from the pre-interview, research site 
document review, and current literature review.  
3.3 Target Population & Size 
The target population for this research consisted of current full time faculty at the research 
site who had prior experience with the phone interview procedure at the research site. The 
full time faculty included tenure-track faculty (Assistant Professor), tenured faculty 
(Associate Professors and Professor), and term faculty (Assistant Professor) at the research 
site.  A total of ten participants volunteered to participate in the research project; the ten 
participants are consistent with the sample size for a qualitative study (Crestwell, 2013; 
Denzin & Lincoln, 2011).  Participants volunteered to participate in the search project and 
they were required to have prior experience conducting phone interviews for tenure track 
faculty positions at the research site. Participants were required to take part in the 
pre-interview, Post-interview, and professional development intervention.  
3.4 Sampling Method  
The pre-interviews utilized qualitative data techniques to examine and evaluate how the 
research site conducted employment phone interviews for tenure track faculty hiring in an 
effort to identify possible problems, recommend improvements, and develop a list perversely 
used interview questions at the research site. The professional development intervention 
session allowed participants to see the results of the pre-interview data results and 
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recommended standard of practice for conducting phone interviews from the literature review. 
During the professional development session participants views and perceptions were 
recorded (Coghlan & Brannick, 2010). The final data collection involved the post-interview 
session to assess if any change had occurred with the participants pertaining to the phone 
interview procedure used for hiring tenure track faculty.  
The research site inter-office email system was utilized to send out a message to all fulltime 
faculty inviting participants to take part in the research. The initial email message outlines the 
time commitment for participation, inclusion criteria, and research location. Attached to the 
initial email communication was an electronic copy of the Informed Consent Form; clarifying 
the research intent, time commitment, participation, protection of participants’ identity, and 
research project withdrawal process for participants’.   
3.5 Data Collection 
The data collection involved a multi-step process for this action research project. The first 
collection point was the individual interviews (pre-interview) with each individual participant. 
The second data collection point was reviewing the documents provided by the research site 
that prior tenure track faculty committees used for conducting phone interviews. The data 
from the two points was used in developing the professional development intervention 
session. The following six questions were asked of the participants’ during the individual 
interviews (pre-interviews): 
1. Please describe in detail the procedure used during the employment screening 
process for conducting phone interviews for tenure track faculty. 
2. What qualities or skills are you looking for in the candidates during the phone 
interview? 
3. Provide an example of what you think is the best type of question to ask a 
candidate during the phone interview. What kind of information are you trying to 
extract from the question? 
4. In your experience, do you take detailed notes during an interview or do you wait 
until the end of the interview before writing your notes? Provide examples of what 
you might include in your interview notes. 
5. Describe in detail the strengths and weaknesses of the current procedure? 
6. What suggestions, if any, do you have to improve the hiring process (Antonellis, 
2015)? 
The third data collection point was the literature review in an effort to further understand the 
issues confronting the research site. The literature review data, individual interviews data, and 
the document review data provided a triangulation of data for the development of the 
professional development intervention. The three data points provide an increase in data 
validity and verification.  
The fourth data collection point was during the professional development intervention, 
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participants’ observations were recorded to better understand the participants’ beliefs towards 
the current employment phone interview procedure at the research site and what 
improvements they might suggest for areas of improvement. The intent was to collect data 
from the participants’ on areas of improvement for future employment phone interviews for 
tenure track faculty.  
The fifth data collection point was the post-professional development intervention individual 
interviews with the research participants’. The data collected will be used to evaluate the 
professional development intervention behaviors and compare it to the pre-intervention data. 
The following three questions were asked in the post-intervention interviews of all 
participants’: 
1. What new insight have you gained from the professional development training 
that are relevant to the hiring process through phone interviews?  
2. What changes, if any, do you propose to improve the current hiring process of 
tenured-track faculty through phone interviews? 
3. What reasons, positive or negative, do you have for recommending that such a 
training session be taken by all interview committee members in the future? 
4.   Data Analysis and Findings 
4.1 Data Analysis 
Action research procedures were utilized in this research project based on the 
recommendations of Argyris, & Schön (1989); Coghlan & Brannick (2011), Feldman (2007); 
Patton (1990) for conducting qualitative research. Data was collected from two sets of 
individual qualitative interviews for this research. The each of the interviews was reduced to 
written transcriptions, representing more than 730 sentences and 74 pages of transcriptions 
for all the interviews; allowing for thematic coding in order to identify emerging themes.    
Once the pre-interviews were conducted, transcriptions made, and data analyzed the data was 
used to aid in the development of the professional development intervention session. The 
professional development intervention was conducted, data analyzed, and the results are 
shown to identify how the participants felt and thought about the professional development 
intervention. The post-interviews were conducted, transcriptions made, data analyzed, and the 
results are shown to identify the results of this research project.  
4.2 Research Validity 
The goal of this research project was to establish validity, credibility, transferability, and 
reliability by employing multiple data points. The use of pre and post interview transcriptions 
provided rich data for the research project, the review of documents provided by the research 
site pertaining to prior employment phone interviewing procedures, and the observation 
protocol sheet collected during the professional development intervention. These data points 
provided a brief view of the current employment phone interview procedure for tenure track 
faculty. Every effort was taken to ensure that the data collected from each source was not 
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overreliance on any one type of information collected for this project. 
The external validity for this research can be generalized in the fact that the data was used to 
create the professional development intervention and finally the recommendations for 
improving the phone employment screening process at the research site. The inferences 
generalized from this research can be applied to a larger population or the content could be 
transferrable to other contexts, such as staff hiring for higher education or use in intuitions 
outside of the higher education field (Troche & Donnelly, 2008). The internal and external 
validity for this research was considered in the planning process and was continuously 
assessed during the research project.    
4.2.1   Description of Participants  
The participants in this study included ten current full-time faculty members at the research 
site, all who had prior experience conducting phone interviews for tenure track faculty at the 
research site. The research participants participated in all three data collection points: 
pre-interview, professional development interventions, and post-interviews. The participants 
included tenure-track and tenured faculty (Assistant Professor, Associate Professors, and 
Professor).  
The participants in this study included six males and four female participants. As a 
requirement for participation in the research project each participant had to have prior 
experience conducting phone interviews for tenure track faculty at the research site. A total of 
four participants have performed one-two phone interviews, two participants have performed 
two phone interviews, two participants have conducted six to nine phone interviews, and two 
participants performed ten or more phone interviews.  
The participants in this study years of experience in higher education is broken down into the 
following categories, representing a mix of experience in higher education: Three of the 
participants had three to five years of experience, two of the participants had six to ten years 
of experience, and five participants had more than 21 years of experience in higher education.  
The minimum number of years of experience was three years and the maximum number of 
years of experience was thirty-five.  
Participants in this study reported that they invited an average of 9.3 candidates to participate 
in an individual employment phone interview process for tenure-track faculty at the research 
site. Three participants reported that they invited four to seven candidates to participate in a 
phone interview, four participants reported that they invited eight to eleven candidates to 
participate in a phone interview, two participants reported that they invited twelve to fifteen 
candidates to participate in a phone interview, and one participant reported that they invited 
sixteen or more candidates to participate in a phone interview at the research site.  
Participants represent a mix of diverse rank and experience conducting employment phone 
interviews in higher education for tenure-track faculty. The diverse rank and experienced 
allowed for a deeper understanding of how prior employment phone interviews were 
conducted at the research site, collecting data on what steps have proven successful in 
conducting phone interviews, and collecting recommendations for areas of improvement.   
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4.3  Findings 
Three main themes emerged from the pre-intervention interviews are: a) phone interview 
procedure and structure, b) assessment and screening procedures, c) organizational fit. The 
six pre-intervention questions asked revealed that 100% of the participants indicated that 
procedure (for conducting phone interviews and committee structure) was the main theme. 
Vetting of candidates procedures (assessment and Screening) during the phone interview 
process was the second merging theme representing 67% of the six pre-intervention questions. 
The data from the pre-intervention interviews revealed that 80% of the participants believed 
that the candidates possible fit with the organization and faculty was a significant assessment 
factor during the phone interview process. 
A review of the pre-intervention interview transcriptions provided insight into the need for a 
written document to provide guidance for conducting phone interviews for tenure track 
faculty positions in the future based on the research participant responses. It was this 
emerging theme that provided the basis for developing a best practice guide for conducting 
phone interviews for tenure track faculty positions and introducing the best practice written 
guide during the professional development session.       
The following list identifies the themes for all six questions asked during the pre-intervention 
interview and was used to help develop the Faculty Recommendations for Phone Interviews 
document. Code 1G represents the theme procedure. Code 2G represents the theme 
organizational fit. Code 3G represents the theme committee. Code 4G represents the theme 
vetting. The four themes denote the emerging themes for all of the pre-intervention 
interviews conducted for this research project. As shown in Table 2, self-reported change 
relating to the procedures utilized by participants performing phone interviews as a result of 
espoused theory in action.  
Ninety percent of the participants reported they found the Faculty Recommendations for 
Phone Interviews document helpful; ten percent reported that the document was too 
constricting. Ninety percent of participants reported that they felt additional employment 
phone interviewing training was not needed for future search committees members due to the 
limited time that the search committee members have to commit to the entire search process. 
Participants reported that they felt that requiring additional training would only increase the 
time commitment to a process that is already very labor intensive; resulting in faculty 
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Table 1. Themes for Pre-Intervention Responses and Initial Coding 




Code 1A represents the theme pre-screening of candidates.  
Code 2A represents the theme time/schedule for interview process.  
Code 3A represents the theme search committee participation.  
Code 4A represents the theme phone interview procedure.  
Code 5A represents the theme phone interview questions. 
 
1G 3G 
2 Code 1B represents the theme organizational/cultural fit for the candidate and the 
organization.  
Code 2B represents the theme interest that the candidate has in the position.  
Code 3B represents the theme academic research.  
Code 4B represents academic teaching. 
1G 2G 4G 
3 Code 1C represents the theme organizational/cultural fit.  
Code 2C represents the theme interest that the candidate demonstrates during the 
phone interview process.  
Code 3C represents the theme classroom activities.  
Code 4C represents the theme teaching philosophy.  
Code 5C represents the theme teaching/research/service types of questions. 
1G 2G 4G 
4 Code 1D represents the theme memory recall.  
Code 2D represents the theme note taking to support rankings.  
Code 3D represents the theme note taking during the interview as a prompt.  
Code 4D represents the theme key words.  
Code 5D represents the theme note taking for follow up questions.  
Code 6D represents the theme note taking during the phone interview. 
1G 4G 
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Table 1. Themes for Pre-Intervention Responses and Initial Coding (continued) 












Code 1E represents the theme vetting process used for candidates during the phone 
interview process.  
Code 2E represents the theme committee members activity during the vetting 
process.  
Code 3E represents the theme not using the same process for each candidate is a 
weakness.  
Code 4E represents the theme the phone interview process and assessment is not 
transparent is a weakness.  
Code 5E represents the theme that the phone interview process would not 
withstand a legal challenge is a weakness. 
Code 1F represents the theme committee commitment.  
Code 2F represents the theme best practices used at the research site.  
Code 3F represents the theme same procedure used with each candidate and each 
search conducted.  
Code 4F represents the theme phone interview documentation.  
Code 5F represents the theme legal protection considerations. 
 









Note. Code 1G represents the theme of procedure. Code 2G represents the theme of organizational fit. Code 3G 
represents the theme of committee. Code 4G represents the theme of vetting. The four themes represent the 
emerging themes for the entire collection of pre-intervention interviews. 
 
During the post-intervention interviews, ninety percent of the participants felt that additional 
phone interviewing training is not needed for future tenure-track faculty conducting an 
employment search at the research site.  Nine participants (90%) felt that the Faculty 
Recommendations for Phone Interviews document used during the professional development 
interventions was helpful, while 10% of the participants felt the document was too structured. 
The Faculty Recommendations for Phone Interviews document was developed based on the 
data from the pre-intervention interviews with the participants, current literature, and the 
review of documents provided by the research site pertaining to prior phone interviews.  
Table 2 below summarizes participants’ responses pertaining to a change in behavior and/or 
attitudes pertaining to the phone interview procedure for tenure track faculty at the research 
site.  The comments listed in Table 2 have minimal edits in an effort to retain verbatim 
exactness for the quotes provided by each participant in the research project. 
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Table 1. Self-Reported Change in Telephone Interview Process as a Result of Espoused 
Theory in Action 
Part. Understanding pre-intervention Understanding post-intervention 
P1 So there are no formal procedures, 
what my committees did was we 
got together as a committee and 
developed a couple of, I guess 
questions, maybe more broad areas 
that we wanted to talk to the 
candidates about, when we did the 
phone screenings. 
The biggest insight that I gained by the training was that you 
need to be prepared. I guess I did not realize how much 
effort one needs to put into preparing for a successful 
search. Preparation is critical for it to be successful. So 
getting the right people on the committee is critical and 
making sure they understand the level of commitment is for 
the process to be successful. 
Definitely recommend that all search committee members 
attend the training or even a bridged program of it, you 
know before any search starts to ensure that we are all 
receiving the same information on how to conduct phone 
interviews. What the training did was to get me thinking of 
this as a process, you need to prepare for the interview. 
P2 So what we found, with trial and 
error; we became better, the more 
we did the more effective we 
became in the process. So…it was 
a little ad hock in the beginning 
I feel that the single most important point that was presented 
during the training session and the document is that we now 
have a document that will provide each search committee 
with the needed guidance to conduct an effective phone 
interview. Even the smallest improvement can be helpful in 
presenting ourselves in a professional business manner. 
I have to be honest, I do not think that others would be 
willing to sit down and attend a professional development 
session, most think they know how to conduct an interview. 
The sad part, they are wrong, many could use some training 
on how to conduct a professional interview. 
P3 Very arbitrary process. But 
sometimes, I feel like something 
clicked. I don’t know how to 
describe it. 
I think the importance is having some structure and 
agreement with the interview process for the committee. I 
now know what others are expecting of me as a search 
committee, so I can understand my situation better. So this 
document will not only be helpful for recruiting future 
employee but it will also help current employees better 
understand what is expected of them. 
The document allows people to read when they have time; I 
don’t think committee members will want to sit in on a 
training session. 
They want some guidance and this document provides all 
members with the best options. 
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Table 2. Self-Reported Change in Telephone Interview Process as a Result of Espoused 
Theory in Action (continued) 
Part. Understanding pre-intervention Understanding post-intervention 
P4 I think that the current process is 
lacking any level of formality  
when I compare it to what other 
search committees are currently 
doing. 
I think that the document you provided during the faculty 
meeting provides a very detailed overview of the phone 
interview process that search committees should consider 
when conducting employment searches. 
This is not to say that I don’t think that interview training is 
needed, I do think it’s needed, I just don’t think that people 
would willingly participate. 
P5 We need something to use as a 
guide, in 2013 I asked for help and 
there was nothing available. So we 
should have a formalize thing, 
right. 
I had not thought of this in this much details. But now that I 
look at it you make some great points. You point out what 
we need to check before during and after the phone 
interview. So I think we can utilize this as a tool for the 
search committee as a starting point. I think your document 
is going to be helpful to the new search committee and we 
all now know what the others are doing. 
I think the training is great and the document is helpful, but 
again my point is that everyone is busy and I might not read 
the lengthy document or attend a training session, but 
because I am going to be in a search I will read the 
document because I am interested. But others may not have 
the time for training. 
P6 In all the ones I have participated 
in, no formal preparation for the 
phone interview process. After 
everybody has asked their 
questions, the most important 
questions for them, then it was 
kind of a free-for-all. 
So as long as that is the general purview, and you are 
outlining what we have done in the past and what has 
worked in the past, I think you have created a useful 
document. I think that once you create a central document 
that everyone has to use the same format for every single 
interviews, forget about it it’s not gonna work. 
I do not feel that there is any additional training needed, if at 
this point in your career you do not know how to conduct a 
phone interview then there is something wrong. You have 
provided us with a document that outlines the key points. 
P7 I would have to say, the first 
search I felt like the committee 
was on its own and not being 
offered much in the way of 
guidance how to conduct the 
search process, the next time we 
refined our process and we got 
better. 
Others have the same frustration as I do while conducting a 
search, which is comforting. 
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Table 2. Self-Reported Change in Telephone Interview Process as a Result of Espoused 
Theory in Action (continued) 
Part. Understanding pre-intervention Understanding post-intervention 
P8 I think the current process is 
working and I am not aware of any 
other process that would work any 
better. Maybe if you show me 
another option and I could say that 
might work, but for right now, the 
process seems to work. 
I really like that this is a guidance tool and that we are not 
held totally to every single step and we as a committee can 
select what works best for us at that time. I think we as a 
committee followed many of the recommendations listed, so 
I am not going to bring anything major back to my next 
committee. This document reinforces that we have been 
doing things the correct way. 
We don’t need anything more than this informational 
document to start a new search. I don’t think we need any 
training, our time is very tight and that would require more 
time commitment to the process, this document allows us to 
read it and reminds us what we should be doing. 
P9 I told you, length of time and prep 
work, not on our side, but on the 
candidates’ side. 
I think one thing that became clear is that we need a 
systematic approach to conducting phone interviews that is 
reparable and will serve as a model for us. I think the things 
we did in the past is consistent with the recommendations 
for what is a good overall process. The methodology that is 
used in the document is clear and it allows the committee to 
adopt its own style. 
I don’t think that training is required; I think that the 
recommendation template is a great tool to use. 
P10 This is hard . . .because there are a 
couple of different procedures 
used, especially over time, I am 
going to speak of the more resent 
hiring procedures used. The 
advantage of the phone interview, 
right now is that it is not overly 
structured. 
This is too structured, absolutely not. Each interview is a 
little different depending on whom you are interviewing; 
this structure rubs me the wrong way. I am looking at this 
from my point of view with years of experience hiring 
people and I am sure the new faculty are looking at this and 
saying this is wonderful. 
At this point, I do not need any interviewing training, I have 
years of experience. 
As reported in Table 1 pre-intervention interview themes emerging are: (a) phone interview 
procedure and structure, (b) assessment and screening procedure, and (c) 
organizational/cultural fit. As reported in Table 2  post-intervention interview themes 
emerging are: (a) procedure, (b) organizational fit, (c) committee, and (d) vetting process.   
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5.   Discussion and Conclusion 
5.1 Quantitative Findings and Relation to the Literature 
A total of 10 participants took part in the pre-interview, professional development 
intervention, and the post-interviews for this research project. The participants reported that 
40% of the participants invited eight to 11 candidates to participate in the phone interview, 
30% of the participants reported inviting four to seven candidates to participate in the phone 
interview process. It may be assumed that the number of candidates selected to participate in 
the phone interview is influenced by the pool of candidates, time commitment of committee 
members, and the pre-employment screening procedure (CV review, brief in person meeting 
at national conferences) allowing the top candidates to be invited to participate in the phone 
interview. During the qualitative data collection process, 20% of the participants reported that 
they skipped the phone interview screening step because the committee felt that the top 
candidates had been identified by the brief in person interviews at a national conference and 
the review of CV along with a small applicant pool. 
5.2 Qualitative Findings and Relation to the Literature  
Research participant’s post-intervention interviews data revealed 90% believed that future 
research committee members did not require any additional phone interview training with the 
common theme being committee overcommitted schedules and the resistance to increasing 
additional time commitment to the entire vetting process. Based on the post-intervention data 
that 90% of participants felt that no additional training is needed is aligned with the literature 
that a majority of organizations do not provide interviewing training. The post-intervention 
interviews further revealed that 90% of the participants reported that they found the Faculty 
Recommendations for Phone Interviews document helpful. The 90% acceptance rate by the 
participants is aligned with the Model II behaviors and espoused theory (Argyris & Schön, 
1989; Stringer, 2007), which supports the concept of seeking stakeholders’ input on an issue, 
providing a positive work environment for the stakeholders that they have a voice, and using 
the input to bring about positive change in the tenure track phone interviewing process. 
Emerging themes from the pre-intervention interviews as shown in Table 1 revealed that the 
participants had a concern about the current phone interview procedure currently in use at the 
research site. Participants’ interviews statements revealed that they felt there is a lack of 
standardization in how phone interviews are performed at the research site and lack of 
established procedures/documentation for how phone interviews should be conducted. 
Participants’ commented on how in prior vetting procedures seemed like a trial and error 
process that they could learn from for conducting the next vetting process. The data collected 
in the pre-intervention is aligned with the current literature Barrick et al., 2009; Chapman & 
Zweig, 2005; and Levashina et al., 2014 that organizations need to conduct structured 
employment interviews to include as questions asked, sophistication, consistency, and 
standardization.     
The Faculty Recommendations for Phone Interviews document developed with the data from 
the pre-intervention interviews, review of documents at the research site, and the literature 
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review; will now allow the members of the organization at the research a central location for 
documenting how a phone interview should be conducted. Data collected during the 
pre-intervention revealed that 100% of the participants wanted to see some written guidelines 
or a procedure to follow when conducting phone interviews. The document is a culmination 
of best practices identified by the participants; the document will allow future search 
committee members a central location to review the recommended procedure for conducting 
phone interviews. The Faculty Recommendation for Phone Interviews document was shared 
with all faculty, administration, and staff at the research site. The professional intervention 
session with participants, allowed all the participants an opportunity to review the 
recommendations and to gain a deeper understanding of what other search committees have 
done in prior searches and to review recommendations for improvement.  Participants’ 
reported in the post-intervention that they now have a clear understanding as to what is 
expected of them as a search committee member now. The post-intervention interviews 
revealed that 90% of the participants feel that the document was helpful, a 10% reduction 
from the pre-intervention data that 100% of participants wanted to see a written guideline or 
procedure. These findings are consistent with the current body of literature on the topic of 
employment interviewing training; Camp et al. (2011), Campion et al. (1997), and Chapman 
and Zweig (2005) contended interview training on content, process, and evaluation is needed 
for those conducting interviews and little to no organizations conduct training on the topic of 
employment interviewing.  
The pre-intervention data revealed that 70% of the participants’ indicated that they are 
concerned with organization fit and culture fit during the phone interview process. The 
findings from the pre-intervention align with the current literature on organization fit during 
the employment vetting process (Chinomona, Dhurup, & Chinomona, 2013; Deprez-Sims & 
Morris, 2010; Gomes & Neves, 2011; Huffcutt, Conway, Roth, & Stone, 2001). It is 
important to note that because the assessments used are subjective (and often may not 
withstand a legal challenge in the court of law), vetting and assessing the candidates 
organizational fit becomes particularly challenging. Kristof (1996) and Kristof-Brown (2000) 
argued that the vetting process should assess the candidate on content knowledge, skills, and 
abilities of interest to the organizational current need. The goal is to show that the vetting 
process is reliable and valid based on knowledge, skills, and/or ability. Determining that a 
candidate is just not a good fit for the organization may not withstand a legal change and you 
run the risk of possibly violating the candidates’ right.                     
5.3 Limitations and future research 
This new research will expand the current research and knowledge on the topic of conducting 
employment phone interviews in higher education for tenure track faculty. The topic of how 
higher educational institution conduct faculty screening is often considered a trade secrete 
resulting in other institutions unwillingness to provide information on how they conducting 
faculty screening (Trower, 2012).  Therefore, this research project was focused on the 
internal working of one higher educational institution. The fact that this research was 
conducted at one intuition is the first limitation.  
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The second limitation is that the results cannot be expected to apply to all higher educational 
intuitions given that the research site is a small private faith based intuition. The third 
limitation was the small sample size; it is acceptable in qualitative research to have a smaller 
sample size compared to quantitative research (Creswell, 2013).  The qualitative questions 
in this research project have been refined to collect meaningful data in an effort to answer the 
research questions; resulting in a smaller sample size (Patton, 1990). The action research plan 
was designed to allow for a smaller sample size (Charmaz, 2006). The ten participants 
provided saturation form the pool of eighteen individuals who met the research criteria 
established in the data collection criteria. 
The results of this research may not be generalized to all higher educational intuitions or to 
organizations outside of the field of higher education. In the field of higher education it may 
be common to begin the employment screening process and job offer/acceptance 8-10 months 
prior to the start day of employment. The research was confined to a private faith based 
four-year college. It is recommended that this research study be replicated college wide at the 
research site and not just a sample from the business school and/or that the research be 
applied to other higher educational intuitions to gain a deeper understanding of the 
employment phone interview process. It is further recommended that the research be 
expanded to several higher educational intuitions to allow for a greater sampling. However, 
the hiring procedure in higher education is often viewed as a trade secret and that intuitions or 
participant’s may be unwilling to share information (Trower, 2012).   
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